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MARINE CORPS ORDER 12713.7
From: Commandant of the Marine Corps
To: Distribution List
Subj: AFFIRMATIVE EMPLOYMENT PROGRAM
Encl: (1) Excerpt from FY 88-92 Affirmative Employment

Program Plan (AEPP)

1. Purpose. To assign responsibilities and establish
procedures for meeting the goals set forth in the enclosure.

2. Coverage. The Affirmative Employment Program discussed
here is applicable to appropriated fund employees of
Headquarters Marine Corps; Headquarters Battalion, Henderson
Hall; and the Marine Barracks, Washington, DC (including the
Marine Corps Institute).

3. Background. The Affirmative Employment Program Plan was
developed per the Equal Employment Opportunity Commission
Management Directive 714. It is not only mandated by Federal
legislation, but Presidential Executive orders and definitive
court decisions. Executive Order 11478 (1969), and the 1972
Amendment to the Civil Rights Act of 1964, and the Garcia
Amendment to the Civil Service Reform Act of 1978 established
requirements for Federal Agency Affirmative Employment.
Affirmative action means positive actions designed to effect
meaningful changes in our workforce profile.

a. Affirmative action is designed to overcome the effects
of past and present discriminatory practices, policies, or
other barriers to equal employment opportunity. Many
individuals who suffer effects of discrimination, based on
race, color, religion, sex, national origin, age, or handicap
are already qualified for better jobs, but continuing barriers
throughout employment deny them equal opportunity. The major
part of an Affirmative Employment Program is recognition and
removal of these barriers, identification of persons excluded
or held back, and action enabling them to compete for jobs on
an equal basis.

b. Overall, an effective Affirmative Employment Program
not only benefits those who have been denied equal employment
opportunity but will also greatly benefit the organization which
has sometimes overlooked, screened out, or under utilized the great
reservoir of untapped human resources and skills among women,
minority groups, and persons with disabilities. Every manager,
supervisor, and employee, both civilian and military, must meet
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the objective of affirmative employment. The goals set forth in
the enclosure are challenging and are to be accomplished during
the established time frame.

c. Selecting officials are entitled to choose any
competing candidate certified or to nonselect all candidates.
Each candidate certified must be given full consideration and
the selection made based on who will best fill management’s
need in terms of productivity and the total objective of the
organization, including affirmative action and equal

opportunity.

d. Employees who have potential but lack qualifying
experience should have the opportunity to compete for positions
filled through Upward Mobility. Upward Mobility Program
objectives include:

(1) Providing a broader base for selection of
personnel for technical, administrative, and professional
positions.

(2) Obtaining more effective utilization of employee
potential.

(3) Motivating employees and creating a climate
conducive to high morale.

(4) Providing an internal source of candidates for
positions with career potential.

e. Our policy on EEO states: "Affirmative action in
achieving our goals will be apparent in all employment policies
and practices including, but not limited to, recruitment,
hiring, advancement..." Managers, supervisors, the civilian
personnel office, as well as EEO officials will enhance career
opportunities for women and minorities in support of
affirmative employment goals.

4. Action

a. The Equal Employment Opportunity Officer will provide
overall direction and take any necessary action to accomplish
the objectives of the Affirmative Employment Program.

b. Heads of staff agencies at HQMC, the Commanding Officer
of Headquarters Battalion, and the Commanding Officer of the
Marine Barracks will:

(1) Ensure that all managers and supervisors are
thoroughly familiar with the contents of this Order and that
this Order is made available to employees upon request.

(2) Ensure that minorities, women, and persons with
disabilities are given full consideration in all
employment-related matters.
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c. The Marine Corps Consolidated Civilian Personnel Office
(CMC (ARC)) will assist in executing the AEPP in terms of
recruitment, hiring, employee development, and promotions by:

(1) Sending all vacancy announcements for targeted
occupations to minority and women organizations.

(2) Attending job fairs sponsored by minority colleges
and universities; or preparing recruitment packages for
collateral duty program coordinators to carry to job fairs.

(3) Revitalizing the junior fellowship program.

(4) Targeting those positions, where imbalances exist,
that can be restructured for Upward Mobility recruitment and
refer them to the Deputy EEO Officer.

(5) Establishing an outreach program for disabled
veterans and persons with disabilities.

(6) Revitalizing the summer aid and stay-in-school
programs.

(7) Forwarding all recruitment actions for positions
where imbalances exist to the Deputy EEO Officer.

d. The Deputy EEO Officer will:

(1) Provide advice and assistance in and coordinate
the execution of the AEPP among supervisors, managers, and the
civilian personnel office.

(2) Provide the staffing specialists with a list of
occupations where imbalances of women and minorities exist.

(3) Review all recruitment actions for occupations
where imbalances exist. Assist staffing specialists with
identifying viable recruiting sources. Additionally, provide
management with a written reminder of their responsibility to
affirmative action goals when the promotion certificate is
forwarded to them.

(4) Review all EEO objectives of supervisors and
managers receiving outstanding ratings to determine if they
meet the criteria for "outstanding"; i.e., supporting
organization goals and AEPP objectives.

AL

DISTRIBUTION: 7000 By direction
3001001/4090005 (10)
8145004, 005 (2)

Copy to: 8145001 (1)
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EXCERPT FROM FY 88-92 AFFIRMATIVE EMPLOYMENT PROGRAM PLAN (AEPP)

PROGRAM ANALYSTS

ITI. WORKFORCE

An analysis of our workforce was conducted by Professional,
Administrative, Technical, Clerical, Other, and Blue Collar
(PATCOB) and grade groupings for fiscal year 1988, using Naval
Civilian Personnel Data Systems (NCPDS) data. An analysis was
also conducted for major occupations.

PATCOB ANALYSTIS

The analysis revealed that there is a manifest imbalance in the
following categories:

Professional - white females
Hispanic males

Administrative - white males
Hispanic males

Asian males

Technical - white males
Asian males

Clerical - white males
black males

Conspicuous absence is shown in the following categories:

Professional - Hispanic females
Asian females

Administrative - Indian males
Indian females

Technical - Hispanic males
Indian females

Clerical - Hispanic males

Indian males
Indian females

ENCLOSURE (1)
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The following is a summary of EEO groups by grade groupings,
shown in actual numbers and percentages:
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The following is a summary of EEO groups by grade groupings, shown
in actual numbers and percentages:

Gs 1-4 GS_5-8 GS 9-12  GS/GM 13-15 SES
21 (58.7) 8 (88.9)
wM* 17 (9.9) 23 (5.9) 60 (20.3) 1
WF 52 (30.4) 157 (39.9) 140 (47.3) 55 (26.;; o ?)
BM 24 (14.0) 28 (6.2) 26 (8.8) 16 21.4) ! A
BF 72 (42.1) 177 (45.0) 64 (21.6) ? (4.4) 0 -~
M 1 (0.6) 0 - 0 - ! -5 0 -
HF 2 (1.2) 4 (1.0) 1 (0.3) ) 0 --
AM 0 - 1 (0.3) 2 (0.7) 2 (0. 0 -
AF 3 (1.8) 3 (0.8) g (0.7) : Eg.g; 0 --
- 0 -- .
i? g - 0 1 (0.3) 0 0 -

i i - black male, BF= black
*WM= white male, WF= white female, BM ‘b :

ggmaYef HM= Hi;panic male, HF= Hispanic female, AM= Asian male,
AF= Asian female, IM= Indian male, IF= Indian female

Following are the EEO groups that shgw manifest imbalance or
~onspicuous absence in major occupations:

Computer Specialist - Hispanic males

Hispanic females
Indian males
Indian females
Management Analyst - Hispanic males
Hispanic females
Asian males
Asian females
Indian males
Indian females

Logistics Management Specialist - black males

black females
Hispanic males
Hispanic females
Asian males
Asian females
Indian males
Indian females

Budget Analyst - black males

Hispanic males
Hispanic females
Asian males
Asian females
Indian males
Indian females

ENCLOSURE (1)
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black males
Hispanic males
Hispanic females
Asian males
Asian females
Indian males
Indian females

white females
black males
black females
Hispanic males
Hispanic females
Asian males
Asian females
Indian males
Indian females

The chart on the next page shows a comparison of EEO groups by
PATCOB using national civilian labor force and Standard

Metropolitan Statistical Area data.

ENCLOSURE (1)



6 Jun 89

1| 1 vt i I I I ] |
] 0070 0£°0 | 0L°0 10K T 1097010t ¢ LS 102°g40G L 19°€G 1 00T | @d¥od woavl |
" " “ “ __ __ | " " “ __ | NYITIAID |
" : : ; : ; ; T = | |
| 0070 0070 00°0 | LG8 100700070 Po-u 1987 ¢HLGTE 1 0S| oot | uvr100 3nTa |
“ 0 " 0 __o "H “c _o __c ._2 t "_: “mn_ xoNaoy |
|
\ 60°0l 02'0lOT"0 loT"T loOC" o_c 9,6 | ‘gdpa )l ly* | 00T | dduo3 ¥oavi |
I | _ i | grr oL e 10n 9que L {798 | UNVITIAID |
1700 0170070 ! 00" Ot l"00°0 } 00" c_:: 0 fo onjoo-0dou 0 o I ot | WANLO “
__ U __ Y “ v “ v __: “: "w 14 “: __: 1Y ” ADNADY _.
]
| 0£°01 0T°0109°T 10470 105" 11v0 (R VIR oo oyt Tuts: | 00T | aouod ¥oavl |
| | __ | B ! * plu9eyoLe mc__ :_“L :” | wanian |
i mc 0} 00°0 620 |6c70 5l Ljoe v bo 678 PN LEYEYTY | oor | TWOINATD !
“ ” 0 " { "H __= 1L "x; £ “c: __wm " Sm“ ADNIOV |
. _— 1
| 0T°0| OT'0 | 00°T 109°T 1 00 H_cm.ﬁ 02°GT109° :om gelg-6g 1 oot | adMod woav1 |
oo T T | s
! mo 0l00°0jeeT jTn0,;28°0 joo- 0 BLout m.o_om.mm_cm.m_oﬁ_ AOINHDL |
” “ 0 __m "H “m "c ”_o 2 sc "__m " Spel aonaov |
. 1
1] 0T°01 02°0109°0 tUL'T 10L°0106°1T DO 9L Cm mm_m mm_s:_ aouod vosvt |
| __ | | __ __ | _ NVITIAID |
1 0070 00°0 lesro 9270 9270 9¢°0 bo $'y _:o T:mo nel oot | aAravassINIRGY o)
“ 0 " 0 “ 4 " 1 T "ﬁ __» £ »2 "ZH " mmm“ AoNaov |
y TE°0 170 el't 1 €672 4 nl :f z P £¢ Bm cm_mo o: 00Y | 3du0a woev1 |
“ __ " ” __ | " NVITIALD “
! Hmo Tl Hmo T _mo T |i1°c j00°0 cc 0 —“ Ly _c Cu_mrW mm_ 00T | 1IVNOISS3J0ud |
[ i 1t 12 10 0 _S _9_ ! 26 | XONIOV |
1 | 1 | 1 | ] | |
bovy | | [T W S N A T | ) _ ) _ ] |
| avuidl m.z: 1 u.—::mu | JIVR {3vKad| 3IVH 13 TVWEd) 3TVH 13 IvKadl u.E: _ .5‘ _ S48 AaNV |
| I | | | | Auooawvd |
| JATILVN NYUSVTIV | 43ANVIST 214I0Vdl DINVASIH i AONTE | aLINM _._<H9—._ TYNOILVANIDO |
INVIGNT NVOIHZWV] /NVOIUdWV NVISV] | | | | |

4oaLvd Xd NOS

JUVAWOD GNV Sdnoud 033 40 NOLLAUIYLSIA

(1)

ENCLOSURFE

(1)

ENCLOSURE



MCO 12713.
6 Jun 89

PROBLEM/BARRIER IDENTIFICATION

ITI. WORKFORCE

Based on our analysis of workforce data, we found manifest
imbalances of minorities and females in several categories, as
indicated on the previous page. Numerical objectives will be
established for the EEO groups for which the imbalance is

is shown. Barriers that could have attributed to the imbalance
will be addressed under the appropriate program elements.

ENCLOSURE (1)
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REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: II. WORKFORCE

PROBLEM/BARRIER STATEMENT: Manifest imbalance of minorities
and females in several categories, as indicated on the previous

page.

OBJECTIVE: To reduce the manifest imbalance of minorities and

females.

RESPONSIBLE OFFICIALS: Managers
affected occupations.

TARGET DATE: 30 September 1989,

ACTION ITEMS:

Computer Specialist:
Increase representation of
the following groups by 3%
over the next 4 years: HM,
HF, IM, IF

Management Analyst:
Increase representation
of the following groups
by 3% over the next 4
years: HM, HF, AM, AF,
M, IF

Logistics Management Specialist:
Increase representation of
the following groups by
3% over the next 4 years:

BM, BF, HM, HF, AM, AF, IM,IF

Budget Analyst:
Increase representation
of the following groups
by 2% over the next 4
years: BM, HM, HF, AM,
AF, IM, IF

Contract Specialist:

who employ persons in the

90, 91, 92
RESP. OFF. TARGET DATE
Director, C4 9/30
Division Annually

Heads of various 9/30
staff agencies Annually

Deputy Chief 9/30
of Staff for Annually

I&L
Heads of various 9/30
staff agencies Annually

Increase representation of the Deputy Chief 9/30
following groups by 2% over the of Staff for Annually

next 4 years: BM, HM, HF,
AM, AF, IM, IF

General Engineer:
Increase representation
of the following groups
by 3% over the next 4
years: WF, BM, BF, HM,
HF, AM, AF, IM, IF

ENCLOSURE (1)

I&L

Deputy Chief 9/30

of Staff for Annually
I&L



